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Introduction 


ABSTRACT 


Employees with strong work ethics present themselves as professionals in every sense of the word. 
The study determined the effect of the work ethics of employees on their work performance. The 
literature review was undertaken to deepen the concept and establish the theories of the study. 
Descriptive assessment and correlational research design were applied. It used research 
questionnaires to gather the data from the respondents consisting of the employees of the Divine 
Word College of Laoag. The study found that the work ethics of employees along three components 
(the attitude toward the work itself, moral attitude toward the work, and intrinsic motivation) are 
considered high. Their work performance along with task and contextual performance is high, while 
counterproductive behavior is low. In terms of the correlation between work ethics and individual 
work performance, the results manifested a significant correlation between work ethics and 
individual work performance. But taking the dimensions of work ethics separately, only the attitude 
toward the work itself and intrinsic motivation affect the individual work performance along with 
task and contextual performance. Moreover, a moral attitude toward the work affects 
counterproductive behavior. 


© 2022 by the authors. Licensee DWIJMH. This article is an open access article distributed under the 
terms and conditions of the Creative Commons Attribution (CC BY) _ license 
(http://creativecommons.org/licenses/by/4.0/). 


Employees must be equipped with the right values and work behavior considering the importance of the organization’s 


strategic direction and financial capital to support the implementation of the vision and mission. Work ethics of 


employees are given priority because they can affect the effectiveness and performance of the organization. This is 


proven by many studies like that of Salahudin, et al (2016), Osibanjo, et al (2015), Bataineh (2020), Benedicto and 


Caelian (2021), and Banister (2017). All these researches suggest that management needs to establish policies and 


practices that guide the employee’s work behavior. Failing to inculcate the right work values in the employees can 


greatly affect the organization’s productivity and performance. 


Issues on work ethics encompass all kinds of organizations (Painter, 2006). Many issues of corruption have been 


linked to the absence of work ethics (Whitton, 2021, Tasi & Syamsir, 2021). In addressing such an issue, Whitton 
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(2021) in Transparency International suggests some guidelines to prevent corruption such as: anticipating specific 
threats to ethics standards and integrity in the public sector, strengthening the ethical competence of civil servants, 
strengthening mechanisms to support professional ethics, and developing administrative practices and processes which 
promote ethical values and integrity. It is the same story with the bankruptcies in private corporations which have 
been associated with work ethics (Tamari, 1990). The negative effect of work ethics problems is the organization’s 
inability to improve social services that promote the welfare of the general public and the inability to provide quality 


services to its stakeholder, which leads to its bankruptcy. 


Slow progress has also been associated with work ethics (Sunday & Michael, 2018). When employees have no proper 
work ethics or right attitude toward their work, this can affect their performance (Salahudin, et al (2016), Osibanjo, et 
al (2015). Based on their findings, the researcher was motivated to find out the work ethics of the employees of the 
Divine Word College of Laoag. It identified their work ethics issues and provided evidence-based information for the 
management to create policies and practices for improvement. It is noteworthy that there have been no studies 


conducted to investigate this problem. 


The study consists of five parts. The first part is the introduction, which explains the study's rationale and purpose. 
The second part is the literature review that presents theories of the study based on the existing literature and studies. 
This is to deepen the understanding of the study and establish the theories of the study. The third part is the research 
methodology which presents the research design, population, locale of the study, research instruments, data gathering 
procedures, ethical procedures, and the statistical treatment of data. The fourth part is the data presentation and analysis 
which presents data statistically and is followed by interpretation and analysis. The fifth part is the result and 


discussion of the result and implications. 
Literature Review 


The objective of the literature review is to deepen the understanding of the concept of the study based on the existing 
literature and studies and establish the theories as the basis for the investigation. 


Theoretical and Conceptual Framework 


Clarifying the Concept of Ethics and Morality 


Ethics has been confused with morality and people often use the terms interchangeably (Grannan, n.d, Articulo, 2004). 
Both have slightly different meanings, but they are closely related as they both refer to ethical judgment or ethical 
principles. Tracing the root word of ethics comes from the Greek word, “ethos” which means moral character, habitual 
character, and disposition, habit, customs, manners, and the Latin word for ethics is “mos” (genitimoreors) and in 
plural form is “mores” which means customs, precepts, law, rule, conduct, behavior, character, manners, and 
morals/ethics. Looking at these original words of ethics and meanings from Greek and Latin words shows that the 
concerns of both “ethos” and “mores” are what is morally good and bad and morally right and wrong (Singer, 2022). 
It appears that the confusion about the word “ethics and morality” originated from the Latin word which influenced 
people to use the two terms interchangeably. Ordinary people use the terms to mean the same thing: the way how 


individuals choose to interact with one another (Cornel Law School, 1992). It defines what morally good and bad are 
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for the individual, society, and the nature of duties that people owe themselves (Cornel Law School, 1992). The Latin 
word, “mores” develops the term “moral” or morality which refers to the code of conduct or specific rules of conduct 
or behavior put forward by the society, the group, the individual, or rational persons (Gert, & Gert, 2011). However, 
in the development of the discussions of ethics, some philosophers have presented the idea about their difference. On 
one hand, a group of philosophers uses the term “ethics” as the moral philosophy that deals with the morality of a 
certain act or the standards to determine the morality of a certain act (Singer, 2022). It deals with the question of why 
a certain act or behavior is good or bad, or in short, it is the study or science of morals. While morality refers to the 
code of conduct or moral norms. On the other hand, many philosophers also use the two terms. The original concept 
of ethics (ethos) and morality (Latin word: mores) to mean the same thing was used in this study. This refers to moral 


character, moral behavior, manner, and customs, hence using the term interchangeably was expected. 


The history of ethics or morality is concerned with what is morally good and bad, morally right and wrong (Singer, 
2022). It came into existence when human beings lived in a community, group, or society. Different groups, society, 
and cultures establish their moral conduct to guide the behavior on how to relate to and deal with others (Singer, 2022). 
It answers the question of “how should I live?” or “how should I behave”? These questions suggest that ethics or 
morality is not only about an individual moral guide for oneself but it is also an individual’s guide on how to relate to 
or deal with other people. Thus, society provides the standard code of moral behavior/conduct. These rules should be 
accepted by society, the group, and the individual, and even by all rational agents who have reason and free will (Gert 


& Gert, 2011). 


The purpose of morality or ethics is not only for one’s happiness but also for the harmony and happiness of the great 


29 6. 


majority of people. Pojman (2000) explains that morality has five purposes: “to keep society from falling apart’, “to 
ameliorate human suffering”, “to promote human suffering”, and “to resolve conflict of interest in just and orderly 
ways’, and “to assign praise and blame, reward the good and punish the guilty”. According to him, these are the five 
conditions to meet if a certain act is considered moral or immoral. This suggests that any act committed by any rational 
agent is morally right if it is accepted by the society where the person is living (relativism) (Ladd, 1973) or if it is 


accepted by all rational agents (Universal morality) (Acton, 1970). 


Morality or ethics becomes an individual’s guide on how to make morally good and right decisions that will affect a 
group or society. Either one makes the decision based on the consequence of actions for the greatest majority of people, 
and not for self-interest (utilitarianism) (Mack, 1962, Sen & Williams, 1982). Further, one can make a decision based 
on the universal law which states that you can only perform a certain action if you allow others to do the same under 
the same circumstance (Universalism) (Kant as cited by O’Neill (1975, 1989, Rawls,1980, 1989). Thus, based on 
these concepts, ethics or morality is an individual moral guide on how one should make decisions against self- interest. 
Those who are living in a society or community must subscribe to such moral principles. These moral principles or 


moral rules should be integrated into one’s behavior/actions and referred to as personal ethics (Jacorzynski, n.d). 


Personal ethics in this sense is not just about situational ethics or contextual ethics which is opposed to universal 
ethics. It is not just an ethical system that focuses on the role of agents and their moral dispositions, in opposition to 


any ethics centered on impersonal values, God, rules, principles, and rights. Personal ethics is more about a doctrine 


60 


Abun et al.,Divine Word International Journal of Management and Humanities 1(1) (2022), 58-82 


that has been chosen as a moral guide in the life of an agent (Jacorzynski (n.d). In this sense, it is an individual 
commitment to be guided by moral doctrines. As Jacorzynski (n.d) pointed out that to be committed morally, one must 
subscribe to certain values and put them into practice. In this sense, morality is not a choice, but it is a categorical 
imperative, a command for all moral agents regardless of their desires or extenuating circumstances. Therefore, they 


are abiding by everyone (Johnson & Cureton, 2022). 
The Philosophy of Work 


Merriam — Webster (n.d) defines work as “exerting oneself physically or mentally, especially in sustained effort for 
a purpose or under compulsion or necessity”. This definition suggests that work is not limited to physical effort but 
is also a mental effort for a certain objective or purpose. Under this definition, the purpose is not exclusive. A similar 
definition is also found in Online Dictionary which defines work as “activity involving mental or physical effort done 
to achieve a purpose or result”. This definition is also not exclusive because it does not indicate specifically the 
purpose. The two definitions do not identify the result or the purpose of work which suggests not only for monetary 
profit as capitalism, or totalitarianism, where its purpose is for the good of the community or state (Little, 1948) and 
not for self-interest. These two concepts (Capitalism and Totalitarianism) have been considered wrong notions of 
work. According to the totalitarians, the existence of a person is measured in terms of contribution to the community 
or state. This concept fits perfectly when a group of people or society demand sacrifices from the workers making 
slaves to the community or organization. Communism reinforces this concept by emphasizing the idea that manual 
labor is worthy of the name of work (Little, 1948). If totalitarianism overemphasizes the worker as a slave for the 
community or state, capitalism undervalues the importance of the worker. For capitalism, the only purpose of work 


is money for a living. The worker then is a wage slave because itis the only way to obtain a means of life. 


In resolving these concepts of work, little, (1948) defines work in two senses. In a narrow sense, work is manual 
labor and in a broader sense, work is a deliberate production by man to change matter for man. Manual labor or any 
kind of actual operation is directly a change of matter. By working, one generates goods, be it material objects, 
experiences, or a state of mind (Cholbi, 2022) that others can value and enjoy. Thus, in many cases, a person or a 
worker is compensated because their labor contributes to the production of goods that have objective value (Cholbi, 
2022). The concept suggests that work is not limited to physical work, but also the mental effort that directs those 


who change matter or who produce goods that are valued by others. 


Concerning the purpose of work, Little (1948) pointed out that it is not only for the good of the community or state 
and not only for obtaining wages for a living but work is for the perfection of the self because, by nature, man is 
intended to be a worker as part of his natural purpose (Little, 1948) and therefore life without work is against human 
nature and a man by his/her nature is a worker and is his/her purpose and through work, man perfects his nature by 
doing some of the visible good in the material world. These concepts emphasize the point that work is a central-life 
interest (Sharma and Rai, 2015). Thus, work is good in itself to the worker since it is his/her purpose to perfect 
himself/herself and not for the good of others or money and thus, he/she should be content with his/her achievement 


by doing a good job, even if he/she is not rewarded or praised because work is own reward. 


61 


Abun et al.,Divine Word International Journal of Management and Humanities 1(1) (2022), 58-82 


The philosophy of work (Little, 1948) is against its contemporary concept related to employment. Work is seen asan 
instrument to make money because the workers sell their labor in exchange for wages. Following the concept of work 
provided by Little (1948), this should not always be associated with employment to gain money for a living (Cholbi, 
2022). Many people work without being paid since they work for themselves and not for others. Thus, the value of 
work does not depend on the exchange value of performing work otherwise; work becomes a burden (Cholbi, 2022). 
In this case, no intrinsic value of the work exists. Aristotle as cited in Clark (2017) emphasized that work is an exercise 
of human rationality, in the sense that human perfects him/her through work. Work, therefore, is the realization of 
humans as rational beings, because t, through work, they develop and exercise their rational power ((Elster 1989, 


Sayers 2005). 
The Concept of Work Ethics 


Based on the philosophy of work, it is seen as physical and mental efforts for self-perfection. Further, work is an 
integral part of man because work is the nature of man. By nature, man is intended to be a worker as part of his/her 
natural purpose (Little, 1948). Work should not be associated with employment and a means of making a living 
because it is the life of man. Emanating from the basic philosophical view of work, work ethics have been defined 


differently by different researchers with different emphases. 


Bazzy (2018) views work ethics as “an individual’s attitude toward work and effortful activities”. This definition 
does not indicate what the attitudes toward work are and what the purpose of effortful activities is. This confusion can 
be explained by Bouma, (1973), and Nelson, (1973) as they define work ethics as “a belief in the value and importance 
of work for its own sake”. Based on this definition, the purpose of work is for its own sake and not for any other things 
because work is an essential part of human existence. This definition is consistent with the philosophy of work that 
work is natural and part of human nature. While Lessnoff (1994) considers work ethic as “a complete and relentless 
devotion to one’s economic role on earth”. His definition shows that work is a fulfillment of the “homo economicus” 
(economic man) nature of human beings (Petrovic, 2008). Homo economicus theory suggests that man is a rational 
being who decides and pursues wealth for self-interest (Efeoglu & Caliskan, 2018). In other words, economic 
production is the determining factor of man or society (Petrovic, 2008). This concept may not be necessarily in 
contradiction with the philosophy of work as a part of human nature and a means for self-perfection because the 
purpose of rational power is to change matter into goods that have objective value (Cholbi, 2022). This concept 
explains that man is a creative being and able to realize his/their nature as a rational being through his/her creativity, 


activity, or work (Petrovic, 2008). 


Related to the effect of work ethics on outcomes, many studies have been conducted. Bazzy (2015) pointed out that 
work ethic particularly hard work is associated with success. This was already pointed out by an earlier study by 
Mudrack (1997) which concluded that individuals who are holding strong work ethics tend to be more committed, 
satisfied, and engaged in their job. This result is like the research finding of Marri, et al (2012) which measures the 
effect of work ethics on organizational commitment and turnover intention. The study found that work ethics are 
significantly correlated with organizational commitment and turnover intention. The same result is also found in the 


studies of Ud Din, et al (2019), Athar, et al (2016), Udin, et al (2022), Aflah, et al. (2021), and bin Salahudin, et al. 
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(2016) which work ethic affects job performance, job satisfaction, and organizational commitment. 


There have been conflicts among researchers concerning the measurement of work ethics. Miller (2002) asse rted 
that work ethics is a multidimensional construct composed of several dimensions namely work-related activity, 
attitudes and beliefs, and motivation which is reflected in behavior. According to him, work ethics does not refer to 
a particular job and behavior and does not reflect any religious beliefs and values because it is purely secular. Bazzy 
(2018) also considers work ethics to be a multidimensional construct that is consisted of two dimensions which are 
hard work and self-reliance. Van Ness, et al. (2010) further view work ethics as a multidimensional construct that 
includes seven dimensions: self-reliance, morality/ethics, leisure, hard work, the centrality of work, waste of time, and 
delay of gratification. However, Sharma and Rai (2015) rejected the multidimensional measures of work ethics on 
the basis that these dimensions were not going through a rigorous assessment of the validity. These were based on 
the protestant work ethics construct which is against the philosophy of work ethics to be secular and free of religious 
belief. They constructed their scale to measure work ethics and their study concluded moral attitude toward work 
and the motivation for work. Sharma and Rai (2015) successfully found that work ethic is a single—dimensional 
construct. This is composed of three components namely work centrality, moral approach to work, and intrinsic work 
motivation. According to them, these are treated under the work ethics dimension which contains the attitude toward 


work, the construct, the 10-item work ethics scale, and passed through convergent and discriminant validity. 


In the current study, the single-dimensional construct of Sharma and Rai (2015) was adopted because this is in line 
with the philosophy of work and zeroed in on the attitude toward work. Moreover, the 10-item work ethics scale of 


Sharma and Rai (2015) was because it is free from religious biases and has been tested. 
The Concept of Work Performance and Its Dimensions 


The success of an organization will always depend on the management and employees. Management has to assign 
duties and responsibilities to each member of the organization according to their capabilities and define strategies on 
how to guide work processes and how to motivate employees so that they are motivated to perform their tasks. Given 
those requirements in place, however, it is not a guarantee that individual employees will successfully perform their 
tasks and achieve their objectives. Individual employees’ performance is always caused by other different factors in 
the organization. Besides leadership and management, performance is also caused by many different other factors like 
job satisfaction (Inuwa, 2016, Ouedraogo & Leclerc, 2013, Christen, et al, 2006), engagement (Motyka, 2018), 
commitment (Rebeka, 2019), work environment (Saidi, et al, 2019), skills and other personal factors like self-efficacy 
(Abun, et al, 2021), and entrepreneurial mindset (Abun, et al, 2021). Monitoring these factors may help the 
management to improve employees’ performance. This is crucially important because once the performance is affected 
negatively by these dimensions, the organizational objectives can suffer. Kim and Ployhart (2014) as cited by Abun, 
et al (2022) pointed out that individual work performance is the building block on which the entire economy is based. 
The same case with the organization, it is individual work performance that can bring the organization to reach its 


vision and mission. 


Knowing the crucial importance of work performance, there have been efforts to define and measure it. Motowidlo 
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(2003, Motowidlo & Kell, 2012) defined job performance as “the total expected value to the organization of the 
discrete behavioral episodes that an individual carries out over a specified period”. This definition emphasizes two 
key issues. First, performance is an aggregated property of multiple, discrete behavior that occur over time. Second, 
the property of behavior to which it refers to its expected value to the organization (Martocchio, 2015). This concept 
suggests that it is the expected organizational value of what people do, and it does not refer to tangible outputs or 
results. It is about the behavior that contributes something of value to the organization. Performance does not include 
the outcome or results of individual employees’ behavior. This is often the control of the employees. Patro (2017) 
defines work performance as “an accomplishment of the assigned tasks for achieving an organization’s goal”. This 
definition measures it from the output perspective. Campbell (1990) defines work performance as a means to reach a 
goal or set of goals within a job, role, or organization, but not the actual consequences of the acts performed within a 
job. Campbell (1990) confirms that performance is not a single action but a complex activity. It is strictly behavior 


and separated from the outcome. 


Motowidlo (2003), Motowidlo & Kell, 2012), and Campbell (1990) defined job performance as focusing on the 
behavior that contributes to or detracts from the value of the organization and the expected organizational value of the 
behavior. The definition of Motowidlo and Kell (2012), shows that there is one single concern to measure: individual 
behavior (Motowidlo (2003). The result depends on other factors such as leadership and situational constraints beyond 
the control of the employees. This point is affirmed by Campbell (1990) that performance is strictly behavior and not 


the outcome. Thus, it is directed toward the sets of behavior that affect organizational effectiveness. 


Most researchers settled on the common agreement that works performance is a multidimensional construct (Kaplan 
& Norton, (1992); Moore, (1995). Kaplan and Norton, (1992); Moore, (1995); and Nalwoga, (2016) identified four 
dimensions namely inputs where the focus is on the resources used to produce the product and services, an activity 
that is focused on the action taken to produce the product/services, the output which focuses on the volume of products 
and services produced and outcome focused on the impact of products and services produced. Looking at these 
different dimensions, Kaplan & Norton, (1992); Moore, (1995) view work performance from two aspects which are 
the output and the behavior which is contradicted by Motowidlo (2003), and Motowidlo and Kell (2012) in which 
they focused on the behavior only. While Draghici, et al. (2014) hold that measuring performance can be from three 
sources namely efficiency, effectiveness, and pertinence. On one hand, efficiency refers to the level of performance 
that uses the lowest number of inputs to produce the greater amount of outputs. On the other hand, effectiveness relates 
to the use of all inputs to produce any given output including personal time and energy which lead to the attainment 
of organizational objectives. While pertinence measures the organizational leader/manager's behavior. Draghici 
(2014) seems to define performance from the output perspective but is interesting to note that efficiency and 
effectiveness are the product of work behavior. While Motowidlo (2003), Motowidlo and Kell (2012), identified three 
dimensions of work performance which are task behavior, contextual performance, and counterproductive behavior. 
Campbell (2012) includes technical performance (the belief that all work role requires technical performance), 
communication (proficiency with which one conveys information that is clear, understandable, compelling, and well 
organized), Initiative, persistence, and effort (refers to conscientious initiative), counterproductive work behavior 


(behaviors that harm the organization), supervisory, managerial, executive (refers to leadership performance in a 
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hierarchical relationship), hierarchical management performance ( actions that deal with generating, preserving, and 
allocating the organization's resources to best achieve its goals), peer/team member leadership performance( actions 
that are in the context of peer or team member interrelationships), and peer/team member management performance ( 


actions related to planning, organizing, problem-solving). 


Campbell and Wiernik (2015) later found that many variables presented in different studies do not measure individual 
work performance because different researchers have different definitions and conceptual frameworks. To solve such 
a problem, Campbell and Wiernik (2015) suggest developing a consensus on the definition of individual work 
performance. As a result of their suggestion, a consensus on the definition of work performance is established. All 
agree that individual job performance is what people do, and the actions they take that contribute to the organization's 


goals (Campbell & Wiernik, 2015). 


Following such an agreement, the concern of individual work performance evaluation is the actions taken by the 
employees that contribute to the attainment of organizational goals whether they are written or not written in the job 
description. The agreement is that work performance has nothing to do with the other determining factors of 
performance such as knowledge, skills, and choice of behavior. Though these factors affect performance, however, 
they are not the performance itself. Motowidlo et al. (1997) held that performance is related to actions or behavior that 
directly affects the attainment of organizational goals and it is not about the outcome of performance or efficiency or 
productivity (Campbell, 2013 b). Based on those many elements of individual work performance, Koopmans, et.al 
(2011) simplify and identified three major dimensions of work performance which include task performance, 
contextual performance, and counterproductive behavior. These three dimensions encompass the content of different 
dimensions identified by Campbell (2012), Motowidlo (1997), Motowidlo (2003), Motowidlo and Kell, (2012) and 
Organ (1988). 


Task performance as defined by Borman & Motowidlo, (1993) and cited by Silong, et al. (2013) is “the effectiveness 
with which job incumbents carry out activities that contribute to the organization's "technical core" either directly by 
executing a part of its technical process or indirectly by providing it with needed materials or services”. This definition 
refers to competency and expertise one has in performing his/her functions effectively (Harrison, Newman, & Roth, 
2006) which is called by Campbell (1990) task proficiency or technical core. These are the behaviors that directly 
affect the completion of the task and contribute to the technical core of the organization. This is the basic requirement 


when one is given a certain task, that he/she should possess the basic knowledge and skills to perform the task at hand. 


Contextual performance is defined by Dogru (2019) as “the degree to which an employee behaves positively consisting 
of volunteering for extra duties, helping coworkers, and cooperating with them with an expectation of a reward”. 
Organ (1988) considered these behaviors as organizational citizenship behavior. These are exercised voluntarily 
beyond the job description. These maintain and enhance the organizational environment and help employees perform. 
Though these behaviors are not required by the organization, they are important to help employees perform their main 
tasks. Studies have shown that contextual performance relates to task performance (Diaz-Vilela, et al. 2015), and 


effectiveness (Griffin, et.al., 2001). 
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Counterproductive work behavior is defined as negative behaviors that harm the organization and other people who 
are working in that organization (Spector & Fox, 2005). These are directed toward the organization and the individuals 
within the organization (Robinson & Bennett, 1995). This included abuse production deviance, sabotage, theft, and 
withdrawal (Spector, et al. 2006 as cited by Ispas & Borman, 2015). Concerning the workgroup, counterproductive 
work behavior (CWB) may include laissez-faire in which a person or leader of a group does not care to supervise the 
work, violating group norms or policy, destroying the working relationships and applying one's values (Braun & 
Hentschel, 2015). The main objective of CWB is intended to fail the organization to achieve its objectives. It captures 
a wide range of behaviors that are consciously done to undermine organizational performance with hidden 


motivations. 


Conceptual Framework 


Independent Variable Dependent Variable 


Work Ethics: Individual Work Performance 
The attitude toward work itself, the Task Performance 


moral attitude toward work, and the Contextual Performance 
work motivation Counterproductive Behavior 


Source: Sharma and Rai (2015) Koopmans, et al. (2011), and Abun, et al. (2022) 


Figure 1: The conceptual framework explains the concept of the study. It shows that work ethics affects individual 
work performance along three sub-variables namely task, contextual performance, and counterproductive behavior. 


Statement of the Problems 


The study determined the effect of work ethics on individual work performance along with tasks, contextual 
performance, and counterproductive behavior. It answered the following questions: 
1. What is the work ethics of employees in terms of: 
1.1 the work itself; 
1.2 moral attitude; and 
1.3 intrinsic motivation? 
2. What is the individual work performance of employees in terms of: 
2.1 task performance; 
2.2 contextual performance; and 
2.3 counterproductive behavior? 


3. Is there a relationship between work ethics and individual work performance? 
Assumptions 
The study assumed that work ethics affects the behavior of employees in carrying out their duties and responsibilities 


and they can be measured. 
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Hypothesis 


The study of Bazzy (2015) and Mudrack (1997) found that work ethics are correlated to success and those who have 
higher work ethics tend to be more committed, satisfied, and engaged in their work than those who have lower work 
ethics. Based on these findings, the current study hypothesized that the work ethics of employees affect their work 


performance. 
Scope and Delimitation of the Study 


The scope of the study is the employees of the Divine Word College of Laoag and delimits its investigation along 
with the effect of work ethics on individual work performance in terms of task, contextual performance, and 


counterproductive work behavior. 
Research Methodology 


As demanded by scientific inquiry, research must follow a certain methodology of investigation. The methodology 
explains the process, particularly how the study identifies, selects, processes, and analyses information about a topic 
(Wilkinson, 2000, Leedy, 1974). The study followed the rule of procedures in the investigation by determining the 
research design, data gathering instruments method, the population of the study, the locale of the study, the data 


gathering procedures, and statistical treatment of data. 
Research Design of the Study 


The study applied a descriptive assessment, and correlational research design to determine the level of corporate 
governance practices and individual work performance. Ariola (2006) contended that a descriptive correlation study 
is intended to describe the relationship among variables without seeking to establish a causal connection. While 
descriptive research is simply to describe a population, a situation, or a phenomenon. It is also used to describe profiles, 
frequency distribution, describe characteristics of people, situations, or phenomena. In short, it answers the question 


of what, when, how, where, and not why question (McCombes, 2020). 
The Locale of the Study 

The locale of the study was Divine Word College of Laoag in Ilocos Norte. 
Population 


The respondents of the study were all employees of the Divine Word Colleges of Laoag in Ilocos Norte. A total of 
170 employees were taken as the sample of the study. Since the number of employees is limited, therefore, the total 


enumeration sampling was used. 
Data Gathering Instruments 


The data were gathered through research questionnaires. The study adopted the instruments of Sharma and Rai (2015) 
on work ethics and concerning individual work performance, the questionnaires were taken from Koopmans, et al. 


(2011) and adopted by Abun, et.al. (2022). 
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Data Gathering Procedures 


The integrity and quality of research did not only depend on the content but also on the process of the study. Before 
the researcher distributed the questionnaires, a letter was sent to the president of the college to allow the researcher to 
float his questionnaires in his respective institution. In the process of collecting the data, the researcher requested 


employee representatives to retrieve the data from the respondents. 
Ethical Procedures 


The study was carried out after the research ethics committee examined and approved the procedures and content of 


the paper which neither violated ethical standards nor caused harm to human life and the environment. 
Statistical Treatment of Data 


To analyze the data, descriptive and inferential statistics were used. The weighted mean was used to determine the 
level of work ethics and individual work performance and the ANOVA (analysis of variance) was used to measure 


the correlation between work ethics and individual performance of employees. 


The following ranges of values with their descriptive interpretation will be used: 


Statistical Range Descriptive Interpretation 
4.21-5.00 Strongly Agree/Very High 
3.41-4.20 Agree/High 

2.61-3.40 Somewhat Agree/Moderate 
1.81-2.60 Disagree/Low 

1.00-1.80 Strongly Disagree/Very Low 


Data Presentation and Analysis 


This part presents data that was gathered through research questionnaires and the presentation follows the statement 


of the problems. The data are in the table and followed by the analysis. 


Problem 1: What is the work ethics of employees in terms of: 
1.1. the work itself; 
1.2 moral attitude; 
1.3. intrinsic motivation? 


Table 1: Work Ethics of Employees (n=165) 


Work Ethics Mean Description 

A. Work Itself 

1. I consider my occupational career to be one of the most important 4.1 A 
activities in my life 

2. I believe that a person is known in society by the work he does 4.1 A 

3. I believe that a person is known in society by the work he does 4.0 A 

4. Even if I don’t have to work to earn a living, I would still prefer to 4.0 A 
continue working 

5. I believe that work provides a powerful channel to express one’s 4.0 A 
knowledge, ability, and creativity. 
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Composite Mean 4.04 A 
B. Moral Attitude toward Work 
1. Even in this fast-changing world, sincerity, hard work, and integrity 4.0 A 
continue to be the golden keys to success in one’s work life. 
I feel a moral obligation to give a full day’s work for a full day’s pay. 4.0 A 
3. I believe that one should never be last for work unless there is some 4.0 A 
real emergency 
Composite Mean 4.0 A 
C. Intrinsic Motivation 
1. I believe that a job well done is a reward in itself 4.0 A 
2. I welcome jobs that involve greater responsibility and challenge as 4.0 A 
they contribute to my learning and growth 
Composite Mean 4.0 A 
Overall Mean 4.01 A 


Source: Sharma and Rai (2015). 
Legend: 
Statistical Range 


4.21-5.00 
3.41-4.20 
2.61-3.40 
1.81-2.60 
1.00-1.80 


Descriptive Interpretation 
Strongly Agree/Very High 
Agree/High 

Somewhat Agree/Moderate 
Disagree/Low 

Strongly Disagree/Very Low 


Based on the data presented in the table, shows that the work ethics of employees obtained a composite mean of 4.01 


which is considered "agree or high". Even when the dimensions of work ethics are taken singly, all the three 


dimensions such as the attitude toward the work itself, moral attitude toward the work, and intrinsic motivation are 


evaluated within the same level of composite mean rating with the interpretation of “agree or high”. This means that 


to a high degree, they believe that their occupational career is one of the most important activities in their life, a person 


is known in society by the work he does, even if they don’t have to work to earn a living, they would still prefer to 


continue working, and work provides a powerful channel to express one’s knowledge, ability and creativity. From 


their moral attitude toward work, they also agree that sincerity, hard work, and integrity continue to be the golden 


keys to success in one’s work life. In terms of their intrinsic motivation, the employees believe that a job well done is 


a reward and they also welcome a job that involves greater responsibility and challenge as they contribute to my 


learning and growth. 


2. What is the individual work performance of employees in terms of: 


2.1 task performance; 


2.2 contextual performance; 


2.3 counterproductive behavior? 


Table 2. Individual work performance of employees in terms of Task performance (n=165) 


Task Performance 


Mean _ | Description 


1. I manage to plan my work so that it was done on time 4.00 A/H 
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2. My planning was optimal 4.10 A/H 
3. I kept in mind the results that I have to achieve in my work 4.10 A/H 
4. Iwas able to separate main issues from side issues at work 4.10 A/H 
5. Iknew how to set the right priorities 4.00 A/H 
6. Iwas able to perform my work well with minimal time and effort 4.10 A/H 
Composite Mean 4.06 AJ 


Source: Koopmans, et al., (2011) and Abun, et al., (2022). 


The data in the table reveals that the individual work performance of employees in terms of task performance gained 
a composite mean of 4.06 which is interpreted as “agree or high”. Even if the task performance items are taken singly, 
all the items are evaluated within the same range of mean rating with the same interpretation of “agree or high”. It 
suggests that to a high degree, the employees manage to plan their work so that it was done on time, keep in mind the 
results that they must achieve in their work, separate main issues from side issues at work, know how to set the right 
priorities and the ability to perform my work well with minimal time and effort. Although knowledge and skills are 
not the only main factors in predicting work performance, they are still considered to be the most important 
contributors to job performance as acknowledged by many researchers (Imam, et al., 2018, Eylon & Reif, 1984, 
Naumann, 2019, Sanderson, 1989). 


Table 3: Work Performance in terms of Contextual Performance ( n=165) 


Contextual Performance Mean _| Description 
1. I took on extra responsibilities 4.00 A/H 
2. Istarted a new task myself when my old ones were finished 4.00 A/H 
3. I took ona challenging work task, when available 4.00 A/H 
4. I worked at keeping my job knowledge up-to-date 4.00 A/H 
5. I worked at keeping my job skills up-to-date 4.00 A/H 
6. Icame up with creative solutions to new problems 4.00 A 
7. kept looking for new challenges in my job 4.00 A/H 
8. I did more than was expected of me 4.00 A/H 
9. Iactively participated in work meetings 4.00 A/H 
10. I actively look for ways to improve my performance at work 4.00 A/H 
11. I grasped opportunities when they presented themselves 4.00 A/H 
12. I knew how to solve difficult situations and setbacks quickly 4.00 A/H 
Composite Mean 4.00 A/H 


Source: Koopmans, et al., (2011) and Abun, et al., (2022).\ 


The data on the table demonstrates that the individual work performance of employees in terms of contextual 
performance received is 4.00 which is interpreted as "agree or high". Even if the items are taken separately, all items 
are rated within the same range of mean level with the interpretation of "agree or high" such as taking extra 
responsibilities, starting a new task themselves when the old ones were finished, taking on a challenging work task, 
when available, keeping their job knowledge and skills up-to-date, coming up with creative solutions to new problems, 
looking for new challenges in their job, doing more than was expected of them, actively participating in work meetings, 
actively looking for ways to improve their performance at work, grasping opportunities when they presented 
themselves, and knowing how to solve difficult situations and setbacks quickly. Contextual performance plays an 
important contribution to organizational performance and thus the management needs to manage those behaviors that 


are helping the organization by rewarding the positive behavior of employees (Reily & Aronson, 2012). 
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Table 4: Individual Work Performance along with Counterproductive Behavior (n=165). 


Counterproductive Behavior Mean Description 
1. Icomplained about unimportant matters at work 2.00 D/L 
2. I made problems greater than they were at work 2.00 D/L 
3. I focused on the negative aspects of a work situation, instead of on the positive 2.20 D/L 
aspects. 
4. I spoke with colleagues about the negative aspects of my work 2.00 D/L 
5. I spoke with people from outside the organization about the negative aspects of 2.00 D/L 
my work 
6. I did less than was expected of me 2.00 D/L 
7. I managed to get off from a work task easily 2.00 D/L 
8. I sometimes did nothing, when I should have been working 2.20 D/L 
Composite Mean 2.05 D/L 


Source: Koopmans, et al., (2011) and Abun, et al., (2022).\ 


Legend: 


As indicated, the data displays that the individual work performance of employees concerning counterproductive 
behavior gained a composite mean rating of 2.05 which is referring to "disagree or low". This rating implies that 
employees of the institution have low counterproductive behavior. Even if the items are taken separately, all items 
have the same mean rating with the interpretation of “ disagree or low” such as complaining about unimportant matters 
at work, making problems greater than they were at work, focusing on the negative aspects of a work situation, instead 
of on the positive aspects, speaking with colleagues about the negative aspects of their work, speaking with people 
from outside the organization about the negative aspects of their work, doing less than was expected of them, and 
doing nothing, while they should have been working. It is important to keep these counterproductive behaviors low 


because they can affect the organization as stated by Sypniewska (2020), it might result in financial, personal, and 


Statistical Range Descriptive Interpretation 
4.21-5.00 Strongly Agree/Very High 
3.41-4.20 Agree/High 

2.61-3.40 Somewhat Agree/Moderate 
1.81-2.60 Disagree/Low 

1.00-1.80 Strongly Disagree/Very Low 


organizational costs. 


Problem 3. 


Table 5: Work Ethics & Task Performance 


Model Summar 


Model R Square Adjusted R Std. Error of the 
Square Estimate 


Tae CSC 


a. Predictors: (Constant), Intrinsic motivation, Moral attitude, Work itself 
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ANOVA? 


Regression 3 11.728 b 
Residual 161 .097 
Total 164 


a. Dependent Variable: Task performance 
b. Predictors: (Constant), Intrinsic motivation, Moral attitude, Work itself 


Coefficients? 


Model Unstandardized Coefficients Standardized 
Coefficients 
|B Std Error [| Beta 


(Constant) 


Work itself 
Moral attiude 
Intrinsic motivation 


a. Dependent Variable: Task performance 

The employees’ work ethics in terms of work itself, moral attitude, and intrinsic motivation taken together 
significantly predicted the task performance of the employees, F (3.164) = 120.372, p < .01 with .832 overlap 
between the three predictor variables. 

Particularly, intrinsic motivation B = .447, p <.01 and work itself B = .267, p <.01, .728 quantified the Y- 
intercept for the regression equation. 

Hence, the employees’ work ethics in terms of work itself, moral attitude, and intrinsic motivation, when 
taken together, could predict the employees’ task performance. 

However, when the factors of work ethics were taken separately, it was only intrinsic motivation and work 


itself that could predict the employees’ task performance. 


Table 6: Work Ethics & Contextual Performance 
Model Summary 


Model R Square Adjusted R Std. Error of the 
Square Estimate 


Cs 


a. Predictors: (Constant), Intrinsic motivation, Moral attitude, Work 
itself 


ANOVAa 


Regression 3 9.370 
Residual 161 104 
Total 164 


a. Dependent Variable: Contextual performance 
b. Predictors: (Constant), Intrinsic motivation, Moral attitude, Work itself 


Coefficients? 


Model Unstandardized Coefficients Standardized 
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SC 
PB | «St Enor | Bea | 


(Constant) 

Work itself 

Moral attiude 
Intrinsic motivation 


The DWCL employees’ work ethics as to work itself, moral attitude, and intrinsic motivation as a group 
significantly predicted their contextual performance, F (3,164) = 90.228, p <.01 with .792 overlap between the three 
factors of work ethics. 

Specifically, work itself B =.381, p <.01 and intrinsic motivation B =.333, p <.01, .965 quantified the Y- 
intercept of the regression equation. 

Thus, the DWCL employees’ work ethics in terms of work itself, moral attitude, and intrinsic motivation 
when taken together could predict their contextual performance. 

However, when the work ethics factors were taken separately, it is only worked itself and intrinsic motivation 
which could predict the employees’ contextual performance. 


Table 7: Work Ethics & Counterproductive Behavior 


Model Summar 


Model R Square Adjusted R Std. Error of the 
Square Estimate 


a. Predictors: (Constant), Intrinsic motivation, Moral attitude, Work 
itself 


ANOVA? 


Regression 24.505 3 8.168 13.009 
Residual 101.093 161 .628 
Total 125.598 164 


a. Dependent Variable: Counterproductive behaviour 


b. Predictors: (Constant), Intrinsic motivation, Moral attitude, Work itself 
Coefficients* 


Model Unstandardized Coefficients Standardized t Sig 
Coefficients 
[8 | Sido | Bea _| 


(Constant) F 000 


Work itself 
Moral attiude 
Intrinsic motivation 


a. Dependent Variable: Counterproductive behavior 


The work ethics of the DWCL employees as to work itself, moral attitude, and intrinsic motivation taken 


together, significantly predicted their counterproductive behavior, F (3,164) = 13.009, p <.01 with .442 overlap 
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between the three predictor variables. 

Particularly, moral attitude B = -.478, p<.05, 4.941 quantified the Y-intercept of the regression equation. 
Hence, the employees' work ethics in terms of work itself, moral attitude, and intrinsic motivation when taken 
together could predict their counterproductive behavior. 

However, when the work ethics factors were taken separately, it was only a moral attitude that could 
predict the employees’ counterproductive behavior. 


Table 8: Work Ethics & Overall Performance 


Model Summary 


Model R Square Adjusted R Std. Error of the 
Square Estimate 


a. Predictors: (Constant), Intrinsic motivation, Moral attitude, Work itself 


ANOVA? 


Regression 3 1.730 20.863 
Residual 161 083 
Total 164 


a. Dependent Variable: Overall performance 
b. Predictors: (Constant), Intrinsic motivation, Moral attitude, Work itself 


Coefficients? 


Model Unstandardized Coefficients Standardized t 
Coefficients 
[8 __| Std-Eror[ Beta_| 


(Constant) 


Work itself 
Moral attitude 
Intrinsic motivation 


a. Dependent Variable: Overall performance 


The work ethics of employees such as work itself, moral attitude, and intrinsic motivation, when taken as a 
group, significantly predicted the employees’ overall work performance, F (3.164) =20.863, p <.01 with .529 
overlap between the three factors. 

Specifically, work itself B =.266, p <.01 and intrinsic motivation B = .151, p <.05, 2.209 quantified the Y- 
intercept of the regression equation. 

Thus, the employees’ work ethics in terms of work itself, moral attitude, and intrinsic motivation, when 
taken together, could predict their overall performance. 

However, when the factors of work ethics were taken singly, it only worked itself and intrinsic motivation 
which could predict the overall performance of the employees. 
Results and Discussion 


Analyzing the result of the current study leads to an in-depth discussion on the influence of the work ethics of 
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employees on their work performance. The finding of the study denotes that management needs to pay attention to the 
work ethics of the employees because it significantly affects their work performance. Special attention must be given 
to the three dimensions, particularly the attitude of employees toward the work, their moral attitude toward the work, 
and their intrinsic motivation. To improve task performance and contextual performance, the management may look 
into the attitude of employees toward their work, specifically how they view their work with their life and their intrinsic 
motivation. In terms of the effect of attitude-related factors on work performance, Abun, et al., (2021) and Cabrera 
and Estacio (2022) have found a correlation between the two variables. These findings support the current proposition 
that management needs to enhance the attitude of employees toward their work performance. As Ajzen (1993) argued 
that attitude affects work behavior. It should also be noted that the study of Bazigos and Caruzo (2016) indicated that 


employees who are intrinsically motivated are more committed, satisfied, and perform better. 


The current study also pointed out further that it is not only attitude and work motivation that matter to the employees, 
but it is also their moral point of view toward work. Their moral point of view can affect their work performance, 
particularly counterproductive behavior. In other words, the more ethical the employees are, the lesser they practice 
counterproductive behavior. This suggests that the management needs to strengthen the moral values of the employees, 
particularly those that affect their work behavior as recommended by Cohen et. at. (2014). Employees who have a 
high level of moral values tend to consider the needs and interests of others which consequently affects their work 
performance. The management would want to explore providing employees with training and development 


knowledge, skills, proper motivation, and ethical behavior. One must consider that knowledge and skills alone without 
proper motivation and a moral attitude toward work will not improve work performance. 

Conclusion 

The study determined the effect of the work ethics of employees on individual work performance. The work ethics of 
employees along three components (the attitude toward work itself, moral attitude toward work, and intrinsic 
motivation) are considered high and their work performance along with task and contextual performance are also 
considered high, except the counterproductive behavior which is low. In terms of the relationship between work ethics 
and individual work performance, the result of the analysis of variance (ANOVA) concludes that overall, there is a 
significant correlation between work ethics and individual work performance. However, when taken singly, the study 
found that attitude toward the work itself and intrinsic motivation affect the individual work performance, while moral 
attitude toward work does not affect the task and contextual performance but affects counterproductive behavior. 
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